A s nurse managers, we must be concerned with the development, enrichment, and maintenance of the careers of those we manage, as well as our own. Career development is a great deal like tending a garden. It must be well planned, strategically planted, periodically nourished, and continuously tended.
A career, unlike a "job," is a progression of experiences along a path of personal and professional development. It encompasses not only the work performed daily, but also the training, skill building, positioning, and vision required to grow and bloom.
As an element in the performance management process, career development helps to insure that staff members develop and pursue personal, professional, and organizational goals and objectives consistent with their career aspirations.
Whose responsibility is career development? Certainly, it is the primary responsibility of each individual to set career objectives and work toward them. However, it is also the responsibility of managers to support and facilitate the growth and advancement of their team members.
An effective nurse manager prevents staff members from becoming too comfortable, complacent, and perhaps even stagnant in positions that may become obsolete or incompatible with future models. Occupational health nurses, like other workers, must constantly observe for and anticipate changes in the economy, political climate, and other forces within the health care industry. They must then identify the skills, roles, and functions that will be required to initiate and support new and different occupational health organizations. Finally, occupational health nurses must insure that their potential is aligned with evolving models.
SELF ASSESSMENT
Career development begins with a survey of the "garden." Self assessment is critical to preparation for change. Taking a good, hard look at skills, values, and interests and comparing that not only to the present conditions but also the projected conditions is the best place to start. The following can serve as a guide:
• Step 1. Describe your current position as completely as you can. What aspects do you enjoy and what aspects would you like to pass on to others? • Step 2. Identify the skills necessary to perform your current and past positions. Be sure to include those skills that may have been required for service in other capacities, such as volunteer, professional, or community action groups. • Step 3. Ask for and get thorough feedback about your capabilities and limitations from peers, managers, and professional associates. Because this is often a sensitive request to make of others, clarify and structure the areas about which you would like people to respond. This helps the responder and insures that the information you receive is objective and related to the question. Use this feedback to assess your image, the value of your contributions, and the perception of others about your skill and knowledge.
• Step 4. Allow yourself to dream. Describe your "ideal" role. Look back over the assessment of skills, values, and interests identified during both your self and peer reviews. Try to envision a role in which you would be able to best use your strongest skills and put to use those skills that satisfy your interests and values. Remember that the ideal role 
CAREER PROFILE
To continuously tend one's career, occupational health nurses and managers alike must initiate and maintain a career profile. This begins with obtaining a large manila envelope or expandable file and the following documents: the job description for each position held, the salary history from job to job and year to 570 year, documentation from every continuing education or academic course taken, a list of organizations participated in (including offices and leadership roles), and honors received. For each of the positions held, list: skills required to perform each role, new experiences gained, and limitations of the position. This chronology will help to visualize the path that has led to the present and the direction for the future.
As interests change and the industry and organization evolve, the career profile will allow the occupational health nurse to identify areas for experiential and/or practical skill building. This may be in the form of professional advancement such as credentialing and academic degrees or technical areas such as knowledge of computers, case management, or ergonomics.
The career profile is also very valuable in initiating a career change. It brings together the fundamental details that will be included in a resume or cover letter that represents a candidate's expertise and potential to a hiring organization.
Even in instances when a change is not anticipated but occurs due to the forces of downsizing or outsourcing, the career profile will be a primary resource as the occupational health nurse begins a job search. It eliminates the panic and urgency associated with assembling and documenting years of history in a very short period of time.
The career profile also serves as a tool to both the occupational health nurse and manager in the process of performance management.
VENTURE INTO THE FUTURE
The occupational health nurse manager should encourage each employee to continuously assess their own skills, stay in tune with their personal and professional interests and values, look for gaps and identify ways to supplement or enhance their potential. Frequent reviews provide the opportunity for valuable dialogue about career development.
Unfortunately, the process of career development, like tending a garden, may become scattered with weeds. There are barriers and challenges to moving along a path toward a position that is both personally and professionally satisfying. Probably the largest barrier is the fear of failure inherent in taking risks. To move from a time and place that is friendly and familiar to one that may pose unknown problems and pitfalls sometimes prevents occupational health nurses from venturing into the future. This occurs not only when staff members make the decision to change positions, but also as they identify and pursue new aspects of current roles. The astute manager will be able to perceive those fears and support team members as they begin and continue to tend their own career.
